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CHAPTER-1 
INTRODUCTION 
Performance recording judgment about the performance 
of employees. Performance appraisal is a systematic and 
organised way for making and is an objective way of judging the 
relative worth or ability of an employee in performing his task. It 
helps in assessing the job knowledge, quality and quantity of 
output, initiative, leadership abilities, supervision, dependability, 
co-operation, judgement, versatility etc. \i is an evaluative 
exercise. 
Human resource is an important asset for any 
organisation. If an organisation want to be stable in the market 
then they need to have a dynamic workforce. Hence it is equally 
Important to access the competency of the work force from time 
to time. In order to ascertain whether an employee has shown 
his or her best performance on a given job, performance 
appraisal is used. 
Systematic employee appraisal techniques came into 
prominence during and immediately after the World VVar-l era. 
During the 1920's and 1930's industrial concern began installing 
rational wage structure for their hourly employees. The early 
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employee appraisal plans were called merit rating programme. It 
was recognized that appraisal on a systematic basis was an 
integral part of a well-designed development program. It helps 
to make decisions pertaining to the pay treatment of employees, 
as well as employee placement, transfer, promotion and 
individual development. 
The objectives of performance appraisal may vary from 
organization to organization. Scholars like Bolar conducted 
research in 1978 in 89 manufacturing and sales companies 
gave the three broad objectives of performance appraisal. 
(i) To determine salary increments 
(ii) To facilitate organizational planning in areas of 
planning, placement according to suitability, promotion, 
transfer, demotion, termination etc. 
(iii) To identify the training and development seeds 
According to Monappas and Saiyaddain'^^ performance 
appraisal has four main objectives-
(i) Identifying employee for salary increase, promotion, 
transfer, layoff, termination etc. 
1. MONAPPA (Arun) and SAIYADAIN (Mirza S.) Personnel Management. Tata 
McGrawHill. 1984. p162. 
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(ii) Identifying training needs 
(iii) Motivating employee for showing them where they 
stand. 
(iv) Establishing a data bank on performance appraisal to 
help in making personal decisions. 
These objectives may differ from organization to 
organization Randell has distinguished these three objectives 
and stated that, these are so interconnected that even only one 
or two of them are formally organized other will be partly 
present. These objectives are-
a) Performance Reviews 
b) Potential Reviews 
c) Reward Reviews 
Performance Reviews 
To improve the performance of the library and particularly 
the performance of individual members of staff- This helps in 
recognizing the need of training, motivation of staff, counseling 
and shaping behavior by praise or punishment. 
Potential Reviews 
To predict the level and type of work the individual will be 
capable of performing in the future. 
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Reward Reviews 
Performance Appraisal helps to allocate and distribute 
rewards more fairly. Once the employee is selected, trained and 
motivated, he/she is then appraised of his/her performance. 
Performance appraisal is the step where the management finds 
cut how effective it has been at hiring and placing employees. If 
any problem is identified, steps are taken to remove it. For that 
appraisal of performance either of the individual or of an 
organization is essential but it cannot be exact. Individuals 
appraise other individuals in terms of personal opinion, mood, 
temperaments and behavior. The teacher appraises the 
students and students evaluate the teachers. This type of 
evaluation is casual, unsystematic and haphazard, thus can 
hardly serve any purpose. But the modern management 
techniques, for appraisal is the systematization of less formally 
arranged things. And the non-profitable institution or 
organization like library use systematic approach for 
performance appraisal. Appraising people is a natural and 
popular activity and people state their opinion about others 
frequently at their workplace or outside the workplace. 
Measurement of group performance is equally important for the 
success of organization, which depends on team-work 
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DEFINITION 
According to Oxford English Dictionary/^^ performance is -
(a) "The observable and measurable behavior of a 
person or anyone in a particular, usually experimental situation 
According to Oxford English Dictionary/^' appraisal is -
(a) "The act of appraising 
According to DALE (S. Beach)^*^ 
"It is the systematic evaluation of individual with respect 
to his or her performance on the job and his or her potential for 
potential for development 
According to RANDELL(S. Schuler)'*^ 
"Performance appraisal is a formal, structured system of 
measuring and evaluating an employee's job related behaviors 
and outcomes to discover how and why the employees are 
presently performing on the job and how the employee can 
perform efficiently in the future so that the employee, 
organization and society all benefit" 
2. Oxford English Dictionary, Vol. ^^.p.'^^^ 
3. Oxford English Dictionary, Vol. L p - S j o 
4. DALE (S. Beach). Personnel The Management of People at work. 4'^ ed. 
MacMillan. New York. 1980. p. 290 
5. RANDALL (S. Schuler). Personal and Human Resource Management. West 
Publishing. New York. 1981. p 221 
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According to LAWRIE{I.)^^^ 
"Performance Appraisal is the most crucial aspect of 
organizational life 
A performance appraisal is the process of evaluating an 
employee's performance of a job in terms of its requirements. 
Heyel defines performance appraisal as the process of 
evaluating the performance and qualification of the employee in 
terms of the requirements of the job for which he is employed, 
for the purposes of administration including placement, 
selection for promotions, providing financial rewards and other 
actions which require differential treatment among the members 
of a group as distinguished from actions affecting all members 
equally. In other words It is a process of estimating or judging 
the value, excellence, quality or status of some object, person 
or thing. 
6. LAWRIE (I). Prepare for Performance Appraisal. Personnel in Journal, Vol. 
69. 1990. April, pp. 132-136. 
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HISTORICAL BACKGROUND 
Employee appraisal techniques are said to have been 
used for the first time during first world war US army adopted 
the 'IVlan to Man' rating system for evaluating military 
personnel. During 1920-30 rational wage structures for hourly 
paid workers were adopted in industrial units. Under this 
system, the policy of giving grade wise increment on the basis 
of merit was accepted. It was continued till fifties. Slowly the 
attention were moving towards the appraisal of technical, 
professional and managerial personnel. Since than 
performance. Appraisal is under the study and has under- gone 
tremendous changes. 
There is a terminology chart, which shows the changed 
terminology of employee appraisal, taken place since 1920. 
Item 
Terminology 
Purpose 
Application 
Former Emphasis 
Merit Rating 
Determine 
qualifications for 
wage increase 
transfer, 
promotion etc 
For hourly paid 
workers 
Present Emphasis 
Employee Appraisal 
Performance ,, 
Development of individual, 
improved performance on the 
job. 
For technical, professional 
and managerial employees 
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For appraising the employees of an organization (library) 
method which is used is called performance appraisal but this 
term has many synonymous terminology such as - Merit Rating, 
Behavioral Assessment, Employee Evaluation, Personnel 
Review, Progress Report, Staff Assessment, Service Rating or 
Fitness Report, etc. 
In the early 1970s findings shows that many librarians 
involve themselves in performance appraisal, if forced to do so. 
In the 1990s many more libraries in both public and private 
sectors were formulating schemes for personnel management in 
which large number of documents are on staff appraisal 
schemes. 
A regular review procedure, handled with sensitivity, 
would be of benefit to staff and to the university as a whole. In 
considering the form of a staff appraisal system for a university, 
three main objectives can be identified-
a) Recognition of the contribution made by individuals 
b) Further assistance for individuals to develop their full 
potential as quickly as possible. 
c) Assistance for the university to make the most effective 
use of its academic staff. 
8 
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THE NEED FOR PERFORMANCE APPRAISAL 
The performance of employee is appraised from time to 
time by their immediate supervisor, who is responsible for giving 
them this information to Human Resource Management People 
Systematic performance appraisal is also called "merit rating" 
or "employee rating" has been adopted by many organization 
as a means of helping supervisors to evaluate the work of each 
employee. These appraisals have been used most frequently as 
a basis for selecting candidates for promotion to better jobs or 
for making "merit" increases in hourly rates or salaries. They are 
also useful as a check on the success of recruitment, selection, 
placement, and training procedures. In particular, performance 
appraisal of "probationary employees" can help to determine 
whether they should be retained. 
Informal appraisals of employee performance take place 
when a supervisor compares his two employees for merits 
promotion. One difficulty in this type of informal appraisal is 
that, it Is hard for a supervisor to be fair, without systematic 
information regularly gathered and periodically reviewed with 
the employee. Moreover, it is impossible for the supervisor to 
prove fairness. Employees have no satisfactory basis on which 
to build their expectations. The charges of favoritism and the 
9 
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inevitable disappointments that ensue have a bad effect on 
supervisor employee relationships. 
Formal appraisal plans have been developed to reduce 
the element of favoritism and snap judgment in personnel 
decisions. But performance appraisal is not a substitute for 
objective records of output, quality, piecework or incentive 
earnings, and other concrete data that indicate employees 
performance. Appraisal is essentially subjective and therefore 
can not be exact. But if it is based on pooled judgments 
periodically rendered by supervisors when each employee is 
compared with every other employee in the same work group or 
rated against specified standards of performance for such 
factors as "supervision required" " job knowledge" "quantity of 
work" "quality of work" and "adaptability" these results are 
certainly better than the individual judgment and hasty opinions 
that might otherwise be used. 
In the process of appraising, appraiser has to keep 
certain things in his mind as a guideline which help him to 
decide what to do and what not to do. These guidelines are -
10 
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DO 
Pay Attention 
By looking at the reviewee 
By inclined body language 
By minimizing distractions. 
Gather Information 
By observing reviewee's body language 
By listening for his/her feelings 
Test for understanding 
Of facts 
Of feeling 
Control on temperament 
By not responding too quickly 
By allowing silence 
Express understanding 
By showing empathy 
By reflecting back phrases 
11 
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DON'T 
Interrupt or show impatience 
Jump to conclusion 
Give advice 
TRY 
To keep an open mind 
To be responsive more than initiative 
TECHNIQUES 
Several methods and techniques of appraisal are available 
for measurement of the performance of an employee. And the 
methods and scales differs for various reasons. First they differ 
in the sources of traits or qualities to be appraised. The 
qualities may differ because of differences in job requirements, 
statistical requirements and the opinions of the management. 
Secondly, they differ because of differences in profession and 
the professionals involve in it. e.g. Librarian, executives and 
salesman. Finally, they may differ because of the method used 
for various traits. 
There is little agreement on the best method to evaluate 
the performance. Different authors have suggested different 
approaches. 
12 
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METHODS OF PERFORMANCE APPRAISAL 
f 
1. Traditional Methods 
I 
2. Modern Methods 
'Graphic rating Scale Management by objectives 
'Forced Choice Description IVIethod Assessment Centre 
'Forced Distribution Method 
Man-to-Man comparison Method 
• Check List 
Critical Incidents 
• Free Essay Method 
• Field Review 
a • TRADITIONAL METHODS 
1.1 Graphic Rating Scale 
Graphic rating method is the most commonly used 
techniques of appraisal because of its consistency and 
reliability. It was introduced by Waller D. Scott. Typically, a 
graphic scale assesses a person on the basis of quality and 
quantity of work. It suffers from a serious disadvantage that is, it 
assumes each characteristic is equally important for all jobs. 
13 
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The rater is supplied with a printed form for each person to be 
rated, containing a number of qualities and characteristics to be 
rated. Many methods have been introduced to improve the 
design of the system such as continuous scales, reversed scale, 
and numerical rating system. 
In continuous scale, the degree of each traits is marked 
off in equal units along each scale. In numerical rating systems, 
degree to each trait is assigned in numerical terms so that 
comparison could be done easily. 
1.2 Forced Choice method 
The forced choice system, also described as check list 
Rating System by someone, is a modified version of the simple 
Graphic Scale System. This method require a good deal of 
preliminary work in developing the scale. Four statements are 
given pertaining to one factor or trait. Out of which two are 
favourable and two are equally unfavourable. 
The rater is asked to check two of the four statements -
the one that most and the one that least describes the man 
being rated. This method is less bias but the only disadvantage 
is that it is expansive to install and highly technical and 
sophisticated. 
14 
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1.3 Forced Distribution IVIethod 
This method was evolved by Joseph Tiffin This system is 
used to eliminate or minimize raters bias so that all personnel 
may not be placed at the higher end or at the lower end of the 
scale. It requires the rater to appraise an employee according to 
a pre-determined distribution scale. To measure the 
performance, five point-rating scale is used without descriptive 
statement. Employees are placed between two extremes of 
'Good' and 'Bad' job performance. 
For example - 10% are placed at the top end of the scale, 
given superior or outstanding merit; 20% given good rating 
(above the average) 40% satisfactory (average); 20% fair; 10% 
unsatisfactory (poor). A 'Three point scales' is also used for 
appraisal. This system is also simple and eliminate bias. 
1.4 Man to Man Comparison Method 
This technique was used by the USA army during the 
World War-I. By this method, certain factors are selected for the 
purpose of analysis such as leadership, initiative etc and a 
scale is designed by the rater for each factor. A scale of man is 
also created for each selected factor. Person to be rated is 
compared with the man in the scale and certain scores are 
awarded to him for each factor. In this method a "whole 
15 
Introduction 
man" is not compared but the factor necessary are compared 
and evaluated. It is used in job evaluation and is known as 
factor comparison method. 
1.5 Checkl ist 
In this method evaluation of employees performance is 
done by the Personnel Department not by the raters or 
supervisors, though they provide information to the personnel 
department. A series of questions are prepared concerning an 
employee's behaviour and rater checks whether the answer is 
negative or positive. Then the value of each question is weighed 
and finally totaled. It is generally a YES/NO "type questions. 
This method suffers from bias on the part of rater as he 
checks the negative and positive answers. It is expansive and 
time consuming. A separate checklist is to be prepared for 
different classes of jobs. 
1.6 Critical Incident IVIethod 
The essence of this system is that it attempts to measure 
worker's performance in terms of certain 'events' or 'episode' 
that occur in the performance of employee during the year. It is 
known as critical incidents. The supervisor keeps a record of the 
events that can easily be recalled during performance review 
16 
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session. The collected incidents are then ranked in order of 
frequency and importance. And provides an objective basis for 
conducting a discussion of individual's performance. 
However some limitations are there such as - negative 
incidents are generally more noticeable than positive ones. 
Supervisors can record incidents in his own liking, it may be put 
off and easily forgotten. 
1.7 Free Essay Method 
It is very simple method, where no checklist or any other 
method is used. Simply, the supervisor makes a free from, open 
ended appraisal of an employee in his own words and puts 
down his impression about the employee. His comments may be 
on nature of job performance, job knowledge and potential, 
personality characteristics etc. 
This system has both virtue and defects. On the one hand 
it calls upon the rater to be more observant and analytical and 
on the other hand it demands more time than others. This 
system calls for skill and effect of rater rather than the real 
performance of employees. 
1.8 Field Review 
This is an entirely different approach in performance 
17 
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appraisal. The rater, under this system literally goes into the 
field and conducts informal interview with supervisors and 
foremen regarding the employees. Employee is evaluated on 
the basis of supervisor's opinion regarding the characteristics of 
employees. Finally personnel department writes up notes and 
passes to the supervisor for his approval. This system ties the 
services of two management representatives to carry out 
appraisals. 
2. MODERN METHODS 
2.1 Management by Objectives (MBO) 
This method has been evolved by Peter Drucker' It is a 
process where the superior and subordinates jointly identify its 
common goals, define each individual's major areas of 
responsibility in terms of results expected of him and use these 
measures as guide for operating the unit and assessing the 
contributions of each of its members. It minimises external 
control and maximises internal motivation through joint goal 
setting and increases subordinate's own control on his work. It 
is result -oriented and its objectives are to change behaviour 
and attitudes towards getting the job done. Under MBO 
programme, an employee and his supervisor together define, 
establish and set goals, which is to be achieved within the 
18 
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Stipulated time. Ways and methods of measuring employees are 
also decided. Employee periodically meets his supervisor to 
evaluate the goal progress and to revise if needed. Supervisors 
give feedback and plays supportive and counseling roles. 
2.2 Assessment Centres 
In this system future performance or potential of an 
employee is assessed. It is widely accepted phenomena that 
"what a man has done is the best predictor of what he will do in 
the future". But if a man has never done that type of job before 
how can he perform outstandingly. For that job related 
simulation is created and the one who performs best m that 
simulated situation Is selected. People chosen by assessment 
center methods work out better than those chosen by other 
methods. 
LIMITATIONS OF PERFORMANCE APPRAISAL SYSTEMS 
There are some limitations in appraising by the formal 
performance systems. Among them the most important is the 
reluctance of supervisors to take the time and trouble to prepare 
the periodic appraisals of each of their subordinates and, 
especially to discuss the results with them. As Douglas 
19 
Introduction 
McGregor^^^ has pointed out that there may be a sound reason 
for this reluctance as many supervisors are uncomfortable when 
they are put in the position of 'Playing God'. The alternative is 
to develop with non-managerial employees this method was 
suggested by Peter Drucker^^' in the Theory Y - "management 
by shared objectives." Again the question arise do all 
employees below the managerial or professional level desire to 
establish with their supervisors and do they try their best to 
achieve the set goals. 
Another limitation in practice is that performance 
appraisals are so often made, recorded, filed and forgotten 
Later at the time of personnel decisions are made without 
reference to these appraisals, despite the fact that the whole 
purpose of performance appraisal is to reward such improved 
performance by promotions, favorable transfers merit wage and 
salary increases etc. To come out of this problem a 
performance standard should be maintained or established for 
professionals and technical employees such as librarians, but 
this is also not possible completely, however some broad 
classification can be described. 
7-.MCQRCQ0R (Douglas). An uneasily luuK at pmfuiiiidiiLe dppidibdl. I Idiwdid—• 
Business Review. Vol. 35 (3). 1957, May-June, pp.89-94. 
8. Drucker (Peter). Personnel Management and Industrial Relation. Mittal Publication New 
Delhi. 1996. p.75 
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CHAPTER-2 
REVIEW OF RELATED LITERATURE 
Anderson John C. and Reilly, Charles A.O. (1981)^^' 
discuss under the title "Effects of an Organizational Control 
System on Managerial Satisfaction and Performance". This 
study deals with the previous research on goal setting and 
feedback is placed on organizational control system model. 
Using sample of 100 managers, the impact of 3 components of a 
control system (goal setting, measurement and Corrective action) 
on managerial satisfaction and performance are examined. 
Results of the study shows that aspects of each of the 3 model 
components are independently related to performance but not to 
satisfaction. Respondents perception to top management's 
support for the performance appraisal system, a factor not 
considered in most research on feedback and goal setting, 
emerges as an Important correlate of high performance. 
Clement, Ronald W. and Stevens, George E, (1989p' 
focussed under the title "Performance appraisal in Higher 
Education: Comparing Department of Management with 
other business units." This study extends knowledge of 
Personnel Practice in the public sector by looking at faculty 
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performance appraisal in U.S. business sclioois. It not only 
examines the related importance of teaching, research and 
institutional service but also the emphasis upon performance 
activities within teaching, research and service. 
Whitehall, Tom (1992)^ made this study under the title 
"Quality in library and Information Service: A Review", deals 
with quality In management terms, gives examples of the 
advantages of quality appraisal, and describes how its 
assessment has been attempted by self evaluation, survey of 
user satisfaction and failure analysis. He discussed examples of 
the quality appraisal schemes that have been set up from 
scratch, and of approaches to quality standards setting and give 
four aspects of library service, a detailed analysis of library 
service and staff and the detailed criteria and methods used in 
appraisal. 
Bretz, Robert D. Jr and Milkovlch, George T. (1992)^ "*^  
examined under the title "The current state of performance 
appraisal Research and practice: concerns, directions and 
implication." The study focuses on the performance appraisal 
research issues which inform performance appraisal practice. It 
is an applied topic, so it is necessary to check periodically the 
state of performance appraisal practice. After examining the 
24 
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performance appraisal literature published in both academic and 
practitioner outlets between 1985 to 1990, the study briefly 
discusses the current state of performance appraisal practice, 
highlights great position of research and practice and suggests 
directions for further research. 
Qaniel, F. Twomey and Rosemarie, Feuerbach Towney 
(1992)'^^ described under the title "Accessing and 
Transforming Performance Appraisal." The study proposes 
that by redirection performance appraisal can become a pivotal 
force for translating commitment to an organizational strategy. It 
presents a framework for accessing the success and failure of 
performance appraisal systems in achieving their evaluation and 
development role. The study resolves the limitations of 
conventional systems by transcending the dysfunctional conflict 
between evolution and development. The transformational 
performance appraisal system is consistent with the new way of 
managing organizational forms. 
Cook, Mark (1995)^ ®' stated under the title "Performance 
Appraisal and True performance". The study argues that the 
conventional validation which uses subjective performance or 
appraisal ratings as criteria, may be of doubtful validity. It 
describes the four sets of problems which may reduce the 
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usefulness of performance or appraisal ratings as criteria, These 
problems includes biases, politicking, impression, management 
and undeserved reputation. Describes the inaccuracies to which 
these problems give rise and conclude that instead of selecting 
the right people for management selection methods validated 
against appraisal will simply perpetuate an unsatisfactory status 
quo. 
Edmonstone, John (1996)^ ^^ studied under the title 
"Appraising the state of performance appraisal". The study 
emphasizes the need for integration of diverse management 
initiatives and identifies the multiple purposes of appraisals 
outlines rule of thumb for enabling appraisal system and states 
that these form the basis for specifying success and failure 
criteria for the design of appraisal system. It stress the 
importance of the context within which appraisal exists. 
Boice, Dehorah F and Kleiner, Brian H (1997)^^' reported 
under the title "Designing effective performance appraisal 
systems". The study reports that effective performance 
appraisal systems help to create a motivated and committed 
workforce. To be effective they require the support of top 
management to show their commitment and to translate 
organizational goals and objectives into personalized employee 
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specific objectives. Explains a framework for the implementation 
of performance appraisal and in particular the noed for 
appropriate training for supervisors, rater and employees, a 
system for the frequent review of performances, accurate record 
keeping, a clearly defined measurement system and a multiple 
rater group to perform the appraisal. 
Goulding, Anne (1997)^^' made a research under the title 
"Performance Appraisal in Public Libraries" examines the 
impact of performance appraisal on public libraries. It considers 
appraisal in a broader context, discussing the effect of political 
opinion and decisions into the public sector. It discusses the 
theory of appraisal in relation to what happens in practice. It tells 
about the purposes and methods should be used for appraisal in 
order to Improve individual and organizational competency. 
Appraisal in Public Library has a tendency to fail because of the 
lack of attention given on the aim of appraisal. The design of 
appraisal system also cause problems if the specific nature of 
library work is not considered. It concludes that the external 
political and economic environment has significant implications 
that can make implementation of an appraisal system more 
difficult. 
27 
(Rfvieiv of ^[atedLiterature 
Edwards, Ronald G. and Williams, Calvin I. (1998)'^°' 
studied under the title "Performance Appraisal in academic 
libraries: minor changes or major renovation?". Performance 
Appraisal generally occurs to provide documentation for current 
and future personnel decisions such as promotions, salary 
increases, staff development etc. After surveying library 
literature, it is apparent that most academic libraries 
administrations implement some type of performance appraisal, 
but a disparity exists regarding the process itself, the ultimate 
goals sought and those actually achieved. This situation 
emanates from the lack of objectives adhered to in conducting 
performance appraisals process and the reasons for these 
differences. 
Greller, Martin M.(1998)^ ^^^ Completed his study under the 
title "Participation in the Performance Appraisal Review: 
Inflexible Manager Behavior and Variable Worker Needs". A 
survey on 137 employees provided data on Performance 
appraisal reviews conducted by 38 managers. Participation in the 
review was influenced more by which manager conducted the 
review than the circumstances of the specific review. The effect 
of participation was greater for variable measuring future 
relationship means seeking feedback from manager. Reaction to 
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the review was moderated by subordinate experience and prior 
feedback. The results indicate the importance of understanding 
the context in which the review occurs and the limited degree to 
which manager alter their own behaviour in the review. 
Spinks, Nelda Wells Barraon and Meche (Melanie) 
(1999)^ ''^ ^ conducted a study under the title "Appraising the 
appraisals: Computerised Performance Appraisal System". 
The article examines the role of apparatus as a way of improving 
productivity and effectiveness within successful organizations. 
Identifies ways in which helps both employers and employees. 
Suggests for improvement through various ideas. Computer 
software is one of the ways in which performance appraisal can 
be dealt with more proficiently. The article evaluates the 3 
leading software programmes available currently and provides a 
comparison of the features. It explains that products do not solve 
all the problems encountered in performance appraisal, but give 
structure to the process and make this sort of appraisal easier to 
conduct. 
Tziner, Aharon and Murphy, Kevin R. (2000)^ ^^^ examined 
under title "A comparison of three methods of performance 
appraisal with regard to Goal Properties, Goal perception 
and Ratee Satisfaction." The effects of rating scale for 
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performance appraisal of employee development. The 
performance rated using simple graphic sale or one of two 
behaviorally oriented rating formats: Behaviorally Anchored 
Rating Scales (BARS) and Behavior Observation Scales (BOS). 
It is predicted that ratees satisfaction with performance appraisal 
was highest and their perceptions of performance goals most 
favourable when using BOS. But this study says that graphic 
rating scales were as good as BOS and as good as or better than 
BARS. The result suggests that different behaviorally oriented 
rating formats can enhance or inhibit the developmental 
applications of performance appraisal. 
Gobrls, Gerald T. and Ihrke, Douglas M. (2001 )^ *^' stated 
under the title "Does Performance Appraisal Contributes to 
Heightened levels of employee Burnout? The results of one 
study". The study examines the relationship between employee 
perception of performance appraisal of both employee burnout 
and experienced job satisfaction. It shows the employee fear of 
performance appraisal. The purpose of this study is to know the 
objectivity and potential to motivate workers, how does it effect 
on employee burnout and job satisfaction. The study shows that 
high burnout accentuates many negative characteristics, ranging 
from low job satisfaction to deteriorating of health. This study 
30 
Review of Q(efatedLiterature 
examines whether employee perception toward performance 
appraisal are related to burnout. 
Kellough, J. Edward and NIgro, Leyod G. (2002)'^^' made 
a study under title "Pay for Performance in Georgia State 
Government Employee perspectives on Georgia gain after 5 
years". The study covers the Gorgia State reform of its Personal 
System. One part of this reform included a new approach to 
compensation with a pay performance as its centerpiece. Its goal 
is to establish State of the Art Performance Management system, 
implementing performance measurement and evaluation 
procedures that supervisors and subordinates alike trusted. This 
articles report on finding of major survey of state employee 
conducted is 2000 explores employee's perception of the impact 
in areas such as job satisfaction and trust in state's HRM system 
and the effect of pay for performance. Overall, results state those 
employees are highly critical of the reform and believed that it is 
fruitful. 
Martey, A.K. (2002)^ ^^^ researched under the title 
"Appraising the performance of library staff in a Ghanaian 
academic library". The study of the employee performance 
appraisal in a Glanain's University Library over a period of 16 
years. The conclusion indicate that the performance procedures 
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used did not indicate the information required for management 
decision making, and the recommendations are made as to how 
the procedure could be made effective and efficient. 
Reinke, Saundra J. (2003)^ '^'^  examined under the title 
"Does the form really matter? Leadership, Trust and 
Acceptance of the performance Appraisal Process". This 
article reports findings of a study on the attitude of the country 
government employee towards an existing performance appraisal 
system. Specifically it explores the role of trust in shaping 
supervisor and employee acceptance of the appraisal process. 
Other traditional variables are explored, like perceived relevance 
of the Appraisal form, length and complexity of form amount of 
training received on the appraisal system and the general level of 
understanding of appraisal system. The findings indicate that the 
level of trust between employee and supervisor is the most 
important predictor of acceptance of the appraisal system. 
Levy, Paul E and Williams, Jane R. (2004)'^^^ focused 
under the title "The Social context of Performance Appraisal : 
A review and framework for the future". The study takes helps 
from the previous theoretical work, developed a model of 
performance Appraisal and conducted a systematic review of the 
relevant research. It reveals the importance of the social context 
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within which performance appraisal process operates. 
Firstly, the researchers have broadened traditional 
conceptualization of performance appraisal effectiveness to 
include and emphasis ratee reaction. Secondly, the influence 
that the feedback environment and feedback culture has on 
performance appraisal outcomes is recent focus that seems to 
have both theoretical and applied implication. Finally there are 
variables such as technology, HR strategies, economic condition 
that are potentially important for understanding the performance 
appraisal process. 
Galagedera, Don U.A. (2004)^ ^®^ discussed exhaustively 
under the title "A survey on investment performance 
appraisal methods with special reference to Data 
Envelopment Analysis". Various methods ranging from early 
measures of risk-adjusted reiurn to more recent methods 
including the rating given by ASSIRT, a financial service 
organization that assess managed investment in Australia. The 
author discusses performance evaluations based on the concept 
of production frontier estimation. There are two types of frontier 
estimation - Stochastic Frontier, Estimation and Data 
Envelopment Analysis (DEA). DEA include many factors in the 
analysis in addition to the usual return and risk measure, which 
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is widely used in empirical studies in finance. 
Brown, Michelle and Benson, John (2005) ^^ °^  studied 
under the title "Managing to overload? Work overload and 
Performance Appraisal Process". Performance appraisal are 
traditionally seen as tools that can promote employee 
productivity. This article examines whether Performance 
appraisal stimulate employee efforts beyond levels that 
employee regards as manageable, as measured by feelings of 
work overload. Using data from 2,399 employee the study finds 
that participation is setting performance objectives and higher 
Performance ratings are associated with work overload. Finally, 
the findings suggest that a well designed appraisal system may 
generate outcomes for employee as well as for organization. 
Wang, Wen-YIng and Chang, Chingfu (2005)^ ^^^ studied 
under the title "Intellectual capital and performance in casual 
model: Evidence from the Information Technology Industry 
in Taiwan". The purpose of this study is to investigate the 
impact of intellectual capital elements on business performance 
as well as the relationship among intellectual capital elements 
from a cause effect perspective. The methodology used in this 
study is the examining the IT industry in Taiwan. Result shows 
that intellectual capital elements directly effects business 
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performance, with the exception of human capital. Human Capital 
directly affects performance through the other three elements-
innovation capital, process capital and customers capital. The 
model proposed in this study is applicable to the high tech IT 
industry. Modification of the proposed model may be needed in 
applying this model to other industry. Study helps management 
to identify relevant intellectual capital elements and their 
indicators to enhance business performance 
Henczel, Suzan (2006)^"^ measured under titled 
"Measuring and evaluating the library's contribution to 
organizational success: developing a strategic measurement 
model". This paper examines three types of measurement and 
evaluation currently used in the special library environment and 
to identify the relationships exists between individual 
measurement process to enable holistic and strategic 
evaluations of special libraries to take place. The approach looks 
at the measurement and evaluation within the context of the 
special library must reflects the ways in which the library uses its 
resources and how well it delivers its services and satisfies its 
clients. Findings shows that if these measurement and 
evaluations are supported by management and pay attention on 
the services provided by them Help in achieving the 
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organizational objectives. Measurement of services depends on 
tlie workflows priority given according to the importance etc. 
Taggar, Simon and Brown, Treavor C. (2006)^ ^^^ stated 
under title "Interpersonal Affect and Peer Rating Bias in 
Teams". The study gives the consequences of performance 
feedback received from peers on a team member's subsequent 
ratings of others and the mediating influence of interpersonal 
affect. Undergraduate participant (N=142) working in 30 teams in 
a 7 week period were assigned a collective bargaining and 
arbitration task. Researcher found member's prior positive and 
negative peer feedback resulted increased leniency and 
increased restriction in range when these same members rated 
fellow team members. 
Chan, Donna C. (2006)^"' examined under the title "Core 
competencies and performance management in Canadian 
Public Libraries". The purpose of the study is to present the 
performance appraisal management process and the core 
competency frame-works of six Canadian public libraries 
Managers responsible for Human Resource functions were 
interviewed about he process of developing the competencies 
and ways in which the competencies are used in their library 
systems. The core competencies identified are communication 
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skills, interpersonal skills, accountability, adaptability, 
technological competence, planning and organizing skill, 
knowledge of the organization creativity and leadership. 
Employees are evaluated against these core competencies in the 
performance appraisal process. Unsatisfactory performance 
requires an action to improve the skills. 
Soltani, Ebrahim, Meer, Robert Van Der {2006p^ Made 
his study under the title "The compatibility of performance 
Appraisal systems with TQM principles- evidence from 
current practice". The study focuses whether or not quality -
driven organisation have in practice, tended to adjust their 
performance appraisal systems to integrate total quality 
management requirements. For initiative survey, combined use 
of quantitative and qualitative methods used. Quantitative 
elements consists of a postal questionnaire survey of 64 UK 
based organisation. From them 10 organisations were 
interviewed for detailed information. Results indicate that only a 
minority of the respondents were satisfied with their TQM 
program. But the comparative lack of success did not lead them 
to eliminate performance appraisal altogether. The result further 
shows that variance in individual performance is caused by 
system level features. 
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CHAPTER-3 
METHODOLOGY 
This chapter deals with the methodology used in the study 
and has been discussed under the following headings: 
3.1 Statement of the problem 
3.2 Objectives of the study 
3.3 Hypotheses 
3.4 Methodology 
3.5 Tools used for the study 
3.6 Sample population 
3.7 Scope of the study 
3.8 Data collection procedures 
3.9 Data Analysis Methods 
3.1 STATEMENT OF THE PROBLEM 
The problem for the present study is entitled "Performance 
Appraisal of library professionals of Maulana Azad Library, AMU, 
Aligarh". 
3.2 OBJECTIVES OF THE STUDY 
3.2.1 To check out the performance of library personnel of 
different section in Maulana Azad Library. 
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3.2.2 To consider library professional's knowledge of job gained 
through experience, general education or specialized 
training. 
3.2.3 To trace out the speed of library personnel in grasping 
new routine and explanations. 
3.2.4 To find out library professionals strength for problem 
analysis and problem solving. 
3.2.5 To know the attitude of professionals towards their job. 
3.2.6 To assess satisfaction level of professional regarding 
their salary and incentives. 
3.2.7 To identify the need for training and development among 
library professionals in Maulana Azad Library. 
3.2.8 To know whether the training provided by the library are 
adequate to fulfill the needs and objectives of library and 
library professionals. 
3.2.9 To improve individual efficiency and motivational level 
among professionals. 
3.2.10 To determine individual promotion, transfer or termination 
on the basis of their performance. 
3.2.11 To identify technical and managerial problems, which are 
the hurdles in the access of library professionals. 
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3.3 HYPOTHESES 
3.3.1 Library professionals have positive attitude towards their 
job. 
3.3.2 Library professionals are well aware of library policy and 
practices. 
3.3.3 Training is necessary for performing the tasks accurately. 
3.3.4 Most of the library professionals are unable in grasping 
new routine and explanation. 
3.3.5 Most of the library professionals lack good communication 
skill and therefore unable to handle their clients. 
3.4 METHODOLOGY 
Methodology has its own implication and importance in 
scientific investigation, because objectivity in any research 
investigation can not be obtained unless it is carried out in a very 
systematic and planned manner. Scientific investigation involve 
careful and proper adoption of research design, use of 
standardized tools and tests identifying adequate sample by 
using appropriate sampling techniques. Some procedure for 
collecting data and then after careful tabulation the use of 
appropriate statistical technique tor analyzing the data. For this 
study the investigator used questionnaire method. 
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3.5 TOOLS USED FOR THE STUDY 
Questionnaire method was used as the tool for the study 
for collecting data. 
3.5.1 QUESTIONNAIRE METHOD 
Questionnaire is a tool to collect the data from the diverse, 
large and widely scattered groups. This method of data collection 
is quite popular. A questionnaire consists of a number of 
questions printed in a definite order. In this method a 
questionnaire Is given to a person concerned with a request to 
answer the question and return the questionnaire. The 
respondent has to answer the question about his/her sub-
ordinates. 
Questionnaire is of two types 
1. Open Questionnaire: In this type of questionnaire no 
answer is given against question. Respondent supply 
the answer in his own words. 
2. Closed Questionnaire: In this type of questionnaire 
answer is given against the question. The respondent 
has to select the alternative answer written against the 
question so the work of the respondent is to indicate 
his/her choice. 
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3.6 SAMPLE POPULATION 
The present study is conducted on a sample of 37 
professionals and semi-professionals of Maulana Azad Library, 
AMU, Aligarh. The semi professional and professional assistants 
29 (78.37%) were appraised by Assistant Librarian and 8, i.e, 
(21.62%) Assistant Llibrarian were appraised by university 
librarian. All 37 responses were obtained and used for further 
analysis. 
3.7 SCOPE FO THE STUDY 
The scope of the present study is only concerned with the 
library professionals of Maulana Azad Library, AMU, Aligarh. 
3.8 DATA COLLECTION PROCEDURE 
Investigator visited Maulana Azad Library, AMU, Aligarh 
and approached to the Librarian and Assistant librarian of 
Maulana Azad Library, AMU. The questionnaires were distributed 
to them for appraising the performance of their subordinates. 
3.9 DATA ANALYSIS 
The data collected through questionnaires were tabulated 
by using statistical method and percentages. 
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CHAPTER-4 
DATA ANALYSIS AND INTERPRETATION 
Immediately after the data collection, the next job is data 
analysis and interpretation of results. Analyzing means 
categorizing, ordering, manipulation and summarizing of data to 
obtain answer to research problem 
The problem for the present study is "Performance 
Appraisal of Library Professionals of Maulana Azad Library, 
AMU, Aligarh: A survey". The collected data was organized and 
tabulated by using tables and percentages. The purpose of 
analysis is to reduce data to intelligible and interpretable from 
so that he relations of research problems can be studied and 
tested. 
The total number of 37 questionnaires were distributed to 
Librarian and Assistant Librarian of Maulana Azad Library, 
AMU, Aligarh. All the questionnaire were received back by the 
investigator. Thus the investigator selected the entire filled 
questionnaires for the analysis of data. 
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TABLE-I KNOWLEDGE OF JOB THROUGH EXPERIENCE 
EDUCATION AND TRAINING 
No. 
A 
B 
0 
D 
E 
Knowledge of job 
Well informed about job 
Knowledge to perform without 
assistance 
Require Assistance 
Adequate grasp of essentials 
Inadequate knowledge 
No. of 
Response 
9 
21 
7 
Nil 
Nil 
%age 
24.3 
56.7 
18.9 
-
-
Table 1, indicates the knowledge of job gained through 
experience, education and training. It shows that 21 staff, i.e., 
(56.7%) have enough knowledge to perform without assistance, 
9 staff, I.e., (24.3%) are well informed about their work, followed 
by 7, i.e., (18.9%) require considerable assistance. 
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TABLE-2 VOLUME OF WORK PRODUCED 
No. 
A 
B 
C 
D 
E 
Volume of work produced 
Rapid worker, big producer 
Turns out good volume 
Average 
Below average 
Very slow worker 
No. of 
Respons 
5 
21 
10 
1 
Nil 
%age 
13.5 
56.7 
27.0 
2.7 
-
Table-2 shows that 21 staff, i.e., (56.7%) produce good 
volume of work in normal condition followed by 10, i.e., (27.0%) 
are average producer and 05 staff, i.e. (13.5%) are rapid 
workers followed by 1, i.e., (2.7%) is below average. 
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TABLE-3 NEAT AND ACCURATE RESULT REGARDLESS OF 
VOLUME OF WORK 
No. 
A 
B 
C 
D 
E 
Neat and accurate result 
Exceptionally accurate, 
Seldom necessary to check work 
Acceptable, occasional errors 
Often unacceptable 
Too many errors 
No. of 
Response 
17 
15 
2 
Nil 
%ag 
e 
8.1 
45.9 
40.5 
5.4 
-
Analysis in Table-3 clearly shows that 17i.e., (45.9%) are 
attentive in producing neat and accurate work regardless of 
volume of work produced followed by 15, i.e. (40.5%) 
occasionally make mistakes and 3, i.e. (08.1%) are perfect in 
their job followed by 2, i.e. (5.4%) are often unacceptable. 
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TABLE-4 SPEED IN GRASPING NEW ROUTINE AND 
EXPLANATION 
No. 
A 
B 
C 
D 
E 
Speed in grasping new routine 
and explanation 
Exceptionally fast to learn new 
changes. 
Learns rapidly 
Average instruction required 
Require much instructions 
Slow to absorb 
No. of 
Response 
8 
10 
18 
1 
Nil 
%age 
21.6 
27 
48.6 
2.7 
-
Table-4 clearly indicates the grasping capacity among 
professionals. In which 18, i.e., (48.6%) are average to learn 
followed by 10, i.e. (27.0%) are rapid learners followed by 8 
professionals, i.e. (21.6%) are exceptionally good and fast to 
learn followed by 1 (2.7%) require a great deal of instructions. 
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TABLE-5 TENDENCY TO CONTRIBUTE AND INITIATIVE 
No. 
A 
B 
C 
D 
E 
Tendency to contribute and 
initiative taken 
Initiative, save time and 
money 
Very resourceful 
Occasionally shows initiative 
Rarely shows initiative 
Needs constant prodding 
No. of 
Respons 
10 
7 
17 
3 
Nil 
%age 
27.0 
189 
45.9 
8.1 
-
Table-5 describes the initiative tendency of professionals. 
It shows that 17 professionals, i.e., (45.9%) occasionally take 
initiative followed by 10, i.e., (27%) tend to take initiative to 
save time and money followed by 7, i.e., (18.9%) are very 
resourceful and 3, i.e. (08.1%) rarely shows initiatives. 
53 
(Data JinaCysis d Interpretation 
TABLE-6 MANNER OF CLIENT HANDLING 
No. 
A 
B 
! 
c 
D 
E 
1 
Manner of client handling 
Goes out of the way to cooperate 
Gets along well with associates 
Acceptable 
Shows reluctance to cooperate 
Very poor cooperation 
No. of 
Response 
18 
11 
7 
1 
Nil 
%age 
48.6 
29.7 
18.9 
2.7 
-
Table-6 indicates that 18 professionals, i.e., (48.6%) are 
cooperative followed by 11 (29.7%) are well with associates, 7, 
i.e. (18.9%) are acceptable, followed by 1 (2.7%) are reluctance 
in cooperation. 
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TABLE-7 USE OF INTELLIGENCE 
No. 
A 
B 
C 
D 
E 
Use of intelligence and logic 
in decision making 
Think quickly, logically 
Usually logical judgement 
Fairly reliable 
Illogical 
Poor and unreliable 
No. of 
Respons 
9 
9 
16 
2 ^ 
1 
%age 
24.3 
24.3 
43.2 
5.4 
2.7 
Table-7 shows the intelligence and logic used in decision 
making by library professionals. The data describes that 16, I.e., 
(43.2%) are intelligent. Option A and B have 9 staff each, i.e., 
(24.3%) usually logical and quick followed by 2, i.e. (5.4%) 
make illogical decision and 1 (2.7%) is poor in his job. 
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TABLE-8 PROBLEM ANALYSIS AND PROBLEM SOLVING 
No. 
A 
B 
C 
D 
E 
Strength for problem analysis 
and problem solving 
Exceptionally accurate 
Enough knowledge 
Require assistance 
Adequate knowledge 
Inadequate knowledge 
No. of 
Response 
4 
14 
14 
5 
Nil 
%age 
10.8 
37.8 
37.8 
13.5 
-
Table-8 shows that option B and C are accurate and have 
enough knowledge in their job and the number of professionals 
are 14, i.e., (37.8%), followed by 5 (13.5%) have adequate 
knowledge, followed by 4, i.e., (10.8%) are exceptionally 
accurate in problem analyzing and problem solving. 
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TABLE-9 CONTROLLING SKILL 
No. 
A 
B 
C 
D 
E 
Controlling skill 
For exceeds requirements 
Usually exceeds requirements 
Fully meets requirements 
Usually meets requirements 
Fails to meet requirements 
No. of 
Respons 
6 
1 
24 
5 
1 
7oage 
16.2 
2.7 
64.8 
13.5 
2.7 
Table-9 shows that the controlling skill among library 
professionals. Data indicates that 24 professionals, i.e., (64.8%) 
fully meets requirements followed by 6, i.e, (16.2%) exceeds 
requirements followed by 5, i.e., (13.5%) usually have 
controlling skill and rest 1, i.e. (2.7%) fails to control their 
coordinates. 
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TABLE-10 GIVES CREDIT TO CO-WORKERS 
No. 
A 
B 
C 
D 
E 
Gives credit to co-workers 
Most often 
Often 
Some times 
Rarely 
Never 
No. of 
Respons 
10 
12 
11 
2 
NIL 
%age 
27.0 
32.4 
29.7 
5.4 
-
Data furnished in table-11, indicates that 14, i.e., (37.8%) 
often encourages their coworkers to take initiatives,11 , 
i.e., (29.7%) most often encourages their coordinates and 
10 professionals, i.e, (27.0%) sometimes does so but 
2,i.e. (5.4%) rarely encourages to their colleagues for their 
work. 
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TABLE-11 ENCOURAGE INITIATIVES IN CO-WORKERS 
No. 
A 
B 
C 
D 
E 
Encourage initiatives 
Most often 
Often 
Some times 
Rarely 
Never 
No. of 
Respons 
11 
14 
10 
2 
1 
%age 
29.7 
37.8 
27.0 
5.4 
2.7 
Table-9 indicates that 18, i.e., (48.6%) professionals keep 
their co-workers informed about the library policies and 
practices followed option A & B which is 8, i.e., (21.6%) and 2 
(5.4%) rarely does so. 1, i.e. (2.7%) never keep informed about 
library policy to their co-ordinates. 
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TABLE-12 KNOWLEDGE ABOUT LIBRARY POLICY 
No. 
A 
B 
C 
D 
E 
Keep informed about library 
policy and practice 
Most often 
Often 
Some times 
Rarely 
Never 
No. of 
Respons 
8 
18 
8 
2 
1 
%age 
21.6 
48.6 
21.6 
5.4 
2.7 
Table-12 indicates that 18, i.e., (48.6%) professionals 
often followed by 8, i.e., (21.6%) most often informed but the 
same number of professionals inform sometimes to their 
colleagues followed by 2, i.e., (5.4%) rarely does so and 1, i.e. 
(2.7%) never keep informed about library policies to their co-
ordinates. 
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TABLE-13 LISTEN TO THE DIFFICULTY 
No. 
A 
B 
C 
D 
E 
Listen to the difficulty of 
co-workers 
Most often 
Often 
Some times 
Rarely 
Never 
No. of 
Respons 
9 
18 
10 
Nil 
Nil 
%age 
24.3 
48.6 
27.0 
-
-
Table-13 clearly shows that 18, i.e., (48.6%) often listen to 
the problems of their co-workers, and 10 professionals, i.e, 
(27.0%) sometimes listen but 9, i.e., (24.3%) most often listen to 
the problems and try to solve it. 
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TABLE-14 APPRECIATION OF VIEW-POINTS 
NO. 
A 
B 
C 
D 
E 
Appreciates view points of 
others 
Most often 
Often 
Some times 
Rarely 
Never 
No. of 
Response 
9 
19 
7 
1 
1 
%age 
24.3 
51.3 
18.9 
2.7 
2.7 
Analysis in Table-14 indicates that 19, i.e., (51.3%) 
professionals often appreciate the view points of their co-
workers, 9 i.e., (24.3%) most often appreciate, 7 (18.9%) 
sometimes appreciate and 1, i.e. (2.7%) rarely appreciates and 
same percentage never appreciate the view points of others. 
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TABLE-15 ATTITUDE TOWARDS JOB 
No. 
A 
B 
C 
D 
E 
Appreciates view points of 
others 
Fully dedicated 
Partially dedicated 
Dedicated to some extent 
Least dedicated 
Not dedicated 
No. of 
Respons 
23 
6 
6 
2 
Nil 
%age 
62.1 
16.2 
16.2 
5.4 
-
Analysis in Table-15 indicates the attitude of professionals 
towards their job. Table shows that 23, i.e., (62.1%) are fully 
dedicated towards their job, 6, i.e, (16.2%) are partially 
dedicated but the same percentage are dedicated to some 
extent and 2, i.e., (5.4%) are least dedicated towards their job. 
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TABLE-16 COMMUNICATION SKILLS 
No. 
A 
B 
C 
D 
E 
Communication skills 
Outstanding 
Very good 
Average 
Need improvement 
Unsatisfactory 
No. of 
Respons 
5 
11 
19 
2 
Nil 
%age 
13.5 
29.7 
51.3 
5.4 
-
Table-16 indicates the communication skills of 
professionals by any means (written/verbal). Among them 19, 
i.e., (51.3%) are having average communication skills followed 
by 11, i.e, (29.7%) are good communicating followed by 5 
(13.5%) have outstanding skill and 2 (5.4%) need improvement. 
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TABLE-17 DECISION MAKING ABILITY 
No. 
A 
B 
C 
D 
E 
Decision making ability 
Outstanding 
Very good 
Good 
Need improvement 
Unsatisfactory 
No. of 
Response 
6 
9 
20 
1 
1 
%age 
16.2 
24.3 
54.0 
2.7 
2.7 
Table-17 clearly shows the decision making ability of 
library professionals. The collected data indicates that 20, i.e., 
(54.0%) have good decision making ability, 9, i.e., (24.3%) are 
very good in making decisions, whereas 6 professionals, i.e, 
(16.2%) are outstandingly good in decision making and rest 1, 
i.e. (2.7%) are unsatisfactory and they need improvement. 
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CHAPTER-5 
CONCLUSION, FINDINGS & SUGGESTIONS 
5.1 CONCLUSION 
The present survey is sought to examine the performance 
of the professionals of i\/laulana Azad Library, AMU, Aligarh. 
Most of the objectives are met satisfactorily. The survey reveals 
that all the professionals are aware of their job and satisfied with 
their working condition. The performance of staff are up to mark 
and most of the professionals are having various qualities like 
initiative skill and communication skill. They are co-operative and 
appraise their co-workers for their innovative ideas and view 
points. A large number, of professionals are of helping nature 
and friendly in client handling and providing services to them. 
But professionals are facing problem because of lack of training. 
They are not contented with their salary and incentives. After 
survey and personal meeting, investigator found that 70% staff in 
each section are on temporary basis and they are serving to the 
library for a long time, still they are not permanent. And this 
feeling has negative impact on their performance. 
66 
ConcCusion, 'Fincfings d Suggestions 
5.2 FINDINGS 
The following are major findings of the present survey 
generated. 
5.2.1 Table l , represents that the performance of the library 
professionals are up-to-the mark. 
5.2.2 Most of the professionals are having enough knowledge 
to perform their job. 
5.2.3 Table 2, represents that most of the professionals 
produce good volume of work under normal conditions. 
5.2.4 Table 3, indicate that almost 50% workers produce neat 
and accurate results regardless of volume of work. 
5.2.5 It has been observed from the table 4, that scholars are 
average in grasping new routine instructions and 
explanations. 
5.2.6 Table 5, reveals that most of the library professionals 
occasionally shows initiatives and carry out new ideas 
and methods. 
5.2.7 Majority of the professionals are co-operative and goes 
out of the way to help the clients and colleagues. It is 
clear from the table 6. 
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5.2.8 Table 7, suggests that approximately 43% professionals 
are intelligent and they make decision logically. 
5.2.9 Table 8, clearly shows that most of the library 
professionals have enough knowledge to analyze the 
problem and work accordingly. 
5.2.10 The analysis shows in table 9 that most of the MAL 
professionals do not have controlling skill. 
5.2.11 The data indicates in table 10 that only 32% 
professionals give credit to their colleagues and sub 
ordinatas. 
5.2.12 The collected data in table 11 highlights that 
approximately 38% workers encourage initiative quality 
among their colleagues and sub- ordinates. 
5.2.13 It is obvious from table 13 that analysis that most of the 
professionals, especially incharge listens to the difficulty 
of their co-workers and sub-ordinates. 
5.2.14 Table 12 indicates that most of the professionals keep 
their colleagues inform about library policy and 
practices. 
5.2.15 In table 14 fifty percent of library professionals 
appreciates the view points of others. 
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5.2.16 Table 15 highlights that 62% of the library professionals 
are fully dedicated towards their job. 
5.2.17 Table 16 shows that most of the library professionals 
lack the good communication skill. 
5.2.18 The analysis indicates that most of the professionals 
have good decision making quality. 
5.3 TENABILITY OF HYPOTHESIS 
HYPOTHESIS-1 
5.3.1 Library professionals have positive attitude towards their 
job. 
It is clear from the Table15 that most of the library 
professionals are fully dedicated towards their job. 
So this hypothesis proves to be a true hypothesis. 
HYPOTHESIS-2 
5.3.2 Library professionals are well aware of library policies and 
practices. 
The findings from Table12 clearly reveals that less than 
50% of library professionals are well aware of the library 
policies and practices. 
So this hypothesis is null hypothesis. 
69 
ConcCusion, 'Findings eZ Suggestions 
HYPOTHESIS-3 
5.3.3 Training is necessary for performing the tasks accurately. 
table 1 shows that most of the library professionals have 
enough Icnowledge to perform the tasks assigned to them. 
So this hypothesis proves to be a null hypothesis. 
HYPOTHESIS-4 
5.3.4 Most of the library professionals are unable to follow new 
routine and explanations. 
Table 4, shows that due to the advancement of technology 
library professionals are unable to follow the new routine 
and explanations. 
This statement supports the truthfulness of this hypothesis. 
HYPOTHESIS-5 
5.3.5 Most of the library professionals lack good communication 
skill and are therefore unable to handle their clients. 
It is clear from the Table 16 that library professionals have 
average communication skill, which means they lack good 
communication skill. 
So the hypothesis proves to be true hypothesis. 
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QUESTIONNAIRE 
Sir/Madam 
I am conducting a survey on "Performance Appraisal of Library 
Professionals of Maulana Azad Library, AMU, Aligarh" for the partial 
fulfillment of M.L.I.Sc. under the supervision of Dr. Masoom Raza, 
Dept. of Library Science, A.M.U., Aligarh. I would request you to assess 
the performance of your staff members as per the options listed below. I 
will remain grateful to you for this act of kindness. 
Nazia Nabi 
M.L.ISc. 
Name 
Position/Status 
Division/Section 
Qualification 
1. Consider knowledge of his job gained through experience, general 
education; or specialized training 
a. Well informed on all phases of work 
b. Enough knowledge to perform without assistance 
c. Require considerable assistance 
d. Adequate grasp of essentials. 
e. Inadequate Knowledge 
2. Consider the volume of work produced under normal conditions. 
a. Rapid worker unusually big producer. 
b. Turns out good volume 
c. Average 
d. Below average 
e. Very slow worker 
3. Consider neatness and accuracy of results regardless of volume 
a. Exceptionally accurate, practically no mistakes 
b. Seldom necessary to check work 
c. Acceptable, usually neat, occasional errors or rejections. 
d. Often unacceptable, frequent errors or rejections 
e. Too many errors or rejections 
4. Consider the speed in grasping new routine and explanation. 
a. Exceptionally fast to learn and adjust to changed condition 
b. Learns rapidly, retains instructions 
c. Average instructions required 
d. Requires a great deal of instructions 
e. Very slow to absorb, poor memory 
5. Consider the tendency to contribute, develop and/or carry out new 
ideas and methods. 
a. Initiative, resulting in frequent saving in time and money 
b. Ver\' resourceful 
. c. Shows initiative occasionally 
d. Rarely shows initiative 
e. Needs constant prodding 
6. Consider manner of handling client relationships. 
a. Goes out of the way to cooperate 
b. Gets along well with associates 
c. Acceptable 
d. Shows reluctance to cooperate 
e. Ver\' poor cooperation 
7. Does he/she think intelligently and make his decision logically. 
a. Think quickly, logically and out standingly 
b. Judgement usually logical 
c. Fairly reliable 
d. Inclined to be illogical 
e. Poor and unreliable. 
8. What is the strength for problem analysis and problem solving 
a. Exceptionally accurate 
b. Enough knowledge 
c. Require considerable assistance 
d. Adequate knowledge 
e. Inadequate knowledge 
9. Controlling Skill 
. a. Far exceeds requirements 
b. Usually exceeds requirements 
c. Fully meets requirements 
d. Usually meets requirements 
e. Fails to meet requirements 
10. Gives credit for the work done by the co-workers, 
a. Most often b. Often 
c. Sometimes d. Rarely 
e. Never 
11. Encourages initiatives on the part of co-worker 
a. Most often b. Often 
c. Sometimes d. Rarely 
e. Never 
12. Keeps the co-worker informed about the policies and practices of 
library 
a. Most often b. Often 
Some times 
Never 
d. Rarely 
13. Listens to the difficulties of the co-worker 
a. Most often Often 
c. Some times 
e. Never 
d. Rarely 
14. Appreciates the view - point of others 
a. Most often b. Often 
c. Some times 
Never 
Rarely 
15. What is his/her attitude towards j ob? 
a. Fully dedicated 
c. Dedicated to some extent 
e. Not dedicated 
b. Partially dedicated 
d. Least dedicated 
16. Ability to communicate by any means written and verbal? 
a. Outstanding b. Very good 
c. Good d. Need improvement 
e. Unsatisfactory 
17. Ability to take decision 
a. 
c. 
e. 
Outstanding 
Good 
Unsatisfactory 
b. 
d. 
Very good 
Need improvement 
